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Abstract 
Engineers are known to have a strong need for growth and personal development as compared with professionals. However, the 
conflict between being ambitious, having their own goals and expectation, and work demand structured by the organization have 
influenced their well-being. Thus, it is timely to conduct study to find out whether protean career orientation and career goal 
development predict the psychological well-being among Malaysian engineers. The results in this study provided useful 
information on the positive influence of protean career orientation on psychological well-being of engineers. The results further 
showed that career goal development positively influenced psychological well-being.  
© 2015 The Authors. Published by Elsevier Ltd. 
Peer-review under responsibility of GLTR International Sdn. Berhad. 
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1. Introduction 
In line with other changes that are occurring in the world of employment, the essence of career has changed. As 
specialists and experts in their areas of knowledge, engineers are known to be highly ambitious about their career, and 
they have great expectations with regard to their career.  
In addition, they bear most of the responsibilities for planning and managing their own careers. Therefore, protean 
career orientation is an appropriate mind-set to be developed in their current work scenario (Hall, 2004). Acting as the 
architects in their careers, engineers do not wait for their organization to develop their destiny. Values such as freedom 
and adaptability are presented as self-directed perspectives in this orientation (Hall, 2004). Crant (2000) and King 
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(2004) suggested that managing one’s career development could lead to many positive outcomes. The most common 
career psychological outcomes are career satisfaction and well-being.  
In Malaysia, engineers are believed to have contributed highly to the country’s economic development. They are 
seen as the key players in many industries such as the construction industry, the manufacturing industry, and the 
agriculture-based industry (Malan, 2004). In addition, the engineering sector will be the key engine to support the 
country’s goal of economic transformation (Kelly Services, 2012). However, the influence of engineers on the lives 
of people comes with a tremendous responsibility. All engineering works must be safe and beneficial to their users 
(Board of Engineers, 2002). For instance, Malaysian statistics of Human Resource Department showed that the 
accident rate in the Malaysian construction sector is high (Abdul Hamid, Abdul Majid, & Singh, 2008). In addition, 
in the construction sector, falling from high places is the number one accident type that contributed to the highest 
workplace fatalities (34%) from 2004 to 2009, followed by struck by falling objects (25%), and strike against or by 
objects (10%). These conditions showed that the construction industry has failed to provide the condition known as 
physical safety, which affects both the employees’ physical and psychological well-being. Such an issue may 
constitute a significant problem if poor well-being is demonstrated to be associated with accidents, poor health, and 
safety (Sang, Dainty, & Ison, 2004). Therefore, this study intends to examine the impact of protean career orientation 
on the psychological well-being of professional engineers in Malaysia. This study also aims to examine the mediating 
effect of career goal development on the relationship between protean career orientation and psychological well-being 
among the professional engineers. 
2. Literature Review & Hypotheses Development 
2.1 Protean Career Orientation 
Individuals with protean career orientation proactively establish a proper career goal to autonomously direct their 
career paths (DiRenzo, 2010). In contrast, individuals who do not have protean career orientation simply adapt 
themselves to organizational goals or wait for their supervisors to assign them particular goals for their development 
and performance (DiRenzo, 2010). Protean career orientation individuals usually develop unique goals and standards 
to achieve their own success (Briscoe et al., 2006). Because of their self-directed and values-driven attitudes, they are 
likely to take the initiatives to establish their specific goals that would enable them to fulfil their values (Briscoe & 
Hall, 2006). Although limited research has investigated the relation between protean career orientation and career goal 
development, establishing clear goals is thought to be an essential element of proactive career planning and a likely 
manifestation of one’s desire for personal agency over career growth (Abele & Wiese, 2008). With these 
considerations, protean career orientation (self-directed and values-driven) is expected to have a positive influence on 
career goal development. Thus, the following hypotheses are formulated: 
 
H1:  Protean career orientation (self-directed) has a positive influence on career goal development. 
H2:  Protean career orientation (values-driven) has a positive influence on career goal development. 
2.2 Career Goal Development 
Career goal development refers to the goals people pursue at work. These goals include promotions, pay increases, 
and skills development (Noe, 1996; Zikic & Klehe, 2006). Earlier research by Greenhaus (1987) claimed that a career 
focus is an important determinant of developmental behavior and willingness to participate in development activities. 
The more focused employees’ career goals are, the more likely they will be engaged in behaviors that will help them 
reach their goals; and the greater will be their motivation to participate in development activities. Evidence shows that 
individuals who reflect more actively about career goals and who have stronger vision in what they want to attain 
during their career, report a higher level of career success (De Vos & Soens, 2008). In addition, self-managing 
individuals are more likely to strive to obtain their desired career goals, which in turn will make them feel more 
successful in their career (Arthur et al., 2005). In the career literature, goal focus has been shown to be an important 
determinant of career goal attainment and satisfaction with career progress (Sugalski & Greenhaus, 1986). Therefore, 
career goal is expected to influence the level of psychological well-being of individuals. However, limited study has 
been conducted about the theoretical relationship between career goal development and psychological well-being. 
Therefore, based on this assumption, a third hypothesis is formulated as follows: 
H3:  Career goal development has a positive influence on psychological well-being. 
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2.3 Psychological Well-Being 
Psychological well-being is about living a good life. Arnold et al. (2007) defined it as a combination of feeling 
good and functioning effectively. Berkman (1971a) defined psychological well-being in terms of the overall 
effectiveness of an individual's psychological functioning. Parasuraman et al. (1996) mentioned that to achieve long-
term well-being, the individual must be able to manage his or her negative or painful emotions. However, when these 
negative emotions are extreme, long lasting, and interfere with a person’s ability to function in his or her daily life, 
psychological well-being will decline. Feeling good does not only relate to positive emotions of happiness and 
contentment, but also pertains to such emotions as interest, engagement, confidence, and affection. On the other hand, 
effective functioning involves the development of one’s potential, having control over one’s life, having a sense of 
purpose such as working toward value goals, and experiencing positive relationships (Pelfrene et al., 2002).  
 
3. Methodology 
 
3.1 Sampling and Data Collection 
This study employed the self-administered questionnaire to collect data. A drop-off/pick-up method was applied 
in this study. This method ensures that the respondents are there to answer the questions as the questionnaires are hand 
delivered by the researcher (Steele, Bourke, Luloff, Theodori, & Krannich, 2001). All variables were measured at the 
individual level. The number of items to measure all the variables is 22. Hence, by employing the guideline as 
recommended by Hair, Black, Babin, and Anderson (2010), the acceptable minimum sample size is 10 times 26 items 
(10*26), which are 260 respondents. Based on the mentioned guidelines, the actual sample size of 387 was deemed 
sufficient. 
 
3.2 Measures 
 
The measures are mostly adopted from previous studies with acceptable reliabilities. Protean career orientation was 
measured using the 14 items developed by Briscoe et al. (2006). The first protean scale, self-directed protean career 
orientation. This scale consisted eight items. The second protean scale which was values-driven protean career 
orientation. It consisted six items. Meanwhile, career goal development was measured using four questions developed 
by previous researchers (Noe, 1996; Zikic & Klehe, 2006). Finally, psychological well-being was measured using 8-
item Index of Psychological Well-Being developed by Berkman (1971a, 1971b). Ratings were made on a 5-point 
Likert scale ranging from 1 = strongly disagree to 5 = strongly agree for all the variables in this study. 
 
3.3 Data Analysis 
  
Data were analyzed using SmartPLS developed by Ringle, Wende, and Will (2005) known as the PLS-SEM 
approach. PLS-SEM was used because it has many advantages compared with other first generation techniques. 
Moreover, PLS as variance-based SEM is preferable because covariance-based SEM assumes that the observed 
measures have random error variance and they measure specific variance components that are not of theoretical 
interest and thus, excluded from the measurement model. However, PLS-SEM assumes that the explanation of all 
observed measure variances are useful.  
 
4. Results and Findings 
4.1 Descriptive Finding 
This section presents the demographic profiles of the respondents. In terms of gender, 319 (82%) of the respondents 
males, while 68 (18%) of them were female respondents. With regard to qualification, 212 (55%) of the respondents 
were master degree holders, 147 (38%) of them were first degree holders, and 28 (7%) of them were PhD holders. All 
of the 387 (100%) respondents in this study were registered professional engineers (PE) with BEM. All of the 
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professional engineers selected in this study have collected more than 50 hours of CPD points for the year 2013. Table 
1 summarizes the demographic characteristics of the respondents. 
                    Table 1. Demographic profile of the respondents. 
Demographic Categories Frequency Percentage (%) 
Gender Male 319 82 
Female 68 18 
Level of Education Bachelor Degree 147 38 
Master Degree 212 55 
Doctoral Degree 28 7 
Registered as Professional Engineer  
(PE) with BEM   
 
Yes 387 100 
Total CPD hours collected  
for the  year 2013 
More than 50 
hours 
387 100 
 
4.2 Model Testing 
 
To test the conceptual model a two-step approach was used. This approach was employed as Anderson and Gerbing 
(1988) and Chin (2010) suggested that the measurement model to be analyzed first, then the structural model. This 
approach allows the fit and construct validity of the measurements to be assessed, before the path coefficients or 
relationships between the constructs of the structural model is assessed. Subsequently, “convergent validity” and 
“discriminant validity” will be assessed to confirm “construct validity” by looking at the measurement model results. 
Fig 1 shows the path coefficients among exogenous variables and endogenous variables in this study. 
 
    
        Fig 1: shows the path coefficients among exogenous variables and endogenous variables 
4.3 Convergent Validity 
As depicted in Table 1.3, cross-loadings, AVE (Average Variance Extracted), and composite reliability could be 
assessed to confirm the convergent validity. AVE is the mean variance extracted for the items loading on a construct 
and is a summary indicator of convergence (Fornell & Larcker, 1981). AVE value of at least 0.5 indicates sufficient 
convergent validity, meaning that a latent variable is able to explain more than half of the variance of its indicators on 
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average (Goetz, Liehr-Gobbers, & Krafft, 2009). Next, composite reliability is assessed for reliability, which is a 
measure of convergent validity.  The composite reliability value should be above 0.7 in order to assure an accurate 
scale (Nunnally & Bernstein, 1994). Based on this guideline, the CR values as per table 1 are satisfactory and it can 
be concluded that the measures used provide a satisfactory reliability. In view of the aforementioned results of factor 
loadings, AVE, and composite reliability, adequate evidence of convergent validity is established. To confirm the 
construct validity, the results of discriminant validity will be discussed next. Table 2 illustrates the items loading, CR, 
and AVE in this study. 
Table 2. Results of items reliability, internal consistency and convergent validity. 
Constructs Items Loadings Composite 
Reliability (CR) 
Average Variance 
Extracted (AVE) 
Protean Career Orientation  
(Self-Directed) 
PCO_SD_1 0.791 0.931 
 
0.630 
 PCO_SD_2 0.816 
PCO_SD_3 0.787 
PCO_SD_4 0.831 
PCO_SD_5 0.819 
PCO_SD_6 0.808 
PCO_SD_7 0.795 
PCO_SD_8 0.691 
Protean Career Orientation  
(Values-Driven) 
PCO_VD_1 0.616 0.906 
 
0.618 
 PCO_VD_2 0.793 
PCO_VD_3 0.868 
PCO_VD_4 0.797 
PCO_VD_5 0.827 
PCO_VD_6 0.792 
Career Goal Development CGD_1 0.875 0.901 
 
0.698 
 CGD_2 0.891 
CGD_3 0.875 
CGD_4 0.684 
Psychological  
Well-Being 
PsyWB_1 0.715 0.896 0.522 
PsyWB_2 0.596 
PsyWB_3 0.602 
PsyWB_4 0.612 
PsyWB_5 0.802 
PsyWB_6 0.810 
PsyWB_7 0.783 
PsyWB_8 0.813 
 a. Average variance extracted (AVE) = (summation of the square of the factor loadings)/{(summation of the square of the factor 
 loadings) / (summation of the error variances)} 
 b. Composite reliability (CR) = (square of the summation of the factor loadings)/{(square of the summation of the factor loadings) / 
 (square of the summation of the error variances)} 
 
4.4 Discriminant Validity 
 
Hair et al. (2010) suggested that discriminant validity is the extent to which a construct is fully distinct from other 
constructs. It is investigated in order to indicate to what extent measures in the model are different from other measures 
in the same model. Discriminant validity is investigated by comparing the square root of the AVE with the correlations 
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between the variables. Chin (2010) suggested that discriminant validity is established if the square root of the AVE 
exceeds the correlations. As depicted in Table 3, the square root of the AVE is placed in the diagonal. Note that the 
correlations for each construct is less than the square root of the AVE by the indicators measuring that construct, 
indicating adequate discriminant validity. Based on the reported results, the measurement model confirmed the 
construct validity, and allowed the hypotheses testing to proceed to prove the research model. 
Table 3. Discriminant validity. 
 1 2 3 4 
Career Goal Development 0.835    
Protean Career Orientation (Self-Directed)  0.555 0.794   
Protean Career Orientation (Values-Driven) 0.155 0.136 0.786  
Psychological Well-Being 0.571 0.454 0.161 0.722 
                   Note: Diagonals (in bold) represent the square root of the AVE, while off-diagonals represent the correlations 
 
 
4.5 Hypotheses Testing: Protean Career Orientation and Career Goal Development  
Two hypotheses were postulated for the relationship between protean career orientation (self-directed and value-
driven) and career exploration. The results showed that the two hypotheses were supported. This means that protean 
career orientation (self-directed) influenced career exploration positively (β = 0.538, p < .01) and protean career 
orientation (values-driven) influenced career exploration positively (β = 0.116, p < .05), thereby, supporting H1 and 
H2. The results are shown in Table 4. 
Table 4. Path coefficient for protean career orientation and career goal development. 
No Relationship Path Coefficient (β) Std. Error t-value Results 
H1 PCO(SD) ---> CE 0.538 0.044 12.201*** Supported 
H2 PCO(VD) ---> CE 0.116 0.053 2.182** Supported 
       Note: ***p < .01 (2.33), **p < .05 (1.645), *p < .1 (1.28) 
 
4.6 Hypotheses Testing: Career Goal Development and Psychological Well-Being  
One hypothesis was postulated for the relationship between career goal development and psychological well-being. 
The results showed that career goal development influenced psychological well-being positively (β = 0.352, p < .01), 
thereby, supporting H3. This result is illustrated in Table 5. 
Table 5. Path coefficient for career exploration and psychological well-being. 
No Relationship Path Coefficient (β) Std. Error t-value Results 
H3 CGD ---> PsyWB 0.352 0. 0.076 4.646*** Supported 
       Note: ***p < .01 (2.33), **p < .05 (1.645), *p < .1 (1.28) 
 
5. Discussion 
 
This paper started with its main objectives to see whether protean career orientation (self-directed and values-
driven) has a positive influence on career goal development and whether career goal development has a positive 
influence on psychological well-being. Empirical finding have shown that both dimension of protean career 
orientation (self-directed and values-driven) have a positive influence on career exploration. This finding is in line 
with an earlier work by De Vos and Soens (2008) who found that protean career orientation is positively associated 
with career goal development. This positive relationship occurs because protean careerists are more particular about 
their own career goals. In addition, they are more looking toward themselves rather than toward the organization 
(Baruch & Quick, 2007). This behavior is more likely to be expressed through the proactive management of one’s 
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career. The study also found that career goal development has a positive influence on psychological well-being, 
indicating that individuals who have established detailed career development plan often feel particularly exited or 
interested in something. According to De Vos and Soens (2008), the more employees focus on their career goals, the 
more likely will they engage themselves in behaviors that will help them achieve their goals; and the greater will be 
their motivation to participate in development activities. In previous literatures discussing about careers, focus on 
goals has been shown to be an important determinant of career goal attainment and satisfaction with career progress 
(Sugalski & Greenhaus, 1986). Therefore, career goal development is expected to influence the level of individual 
psychological well-being. The literatures also mentioned several factors that are related to functional well-being. 
Factors such as skills utilization, professional development, and social support have been shown to be related to 
functional well-being, which are related to job engagement, job satisfaction, and health (Halbesleben, 2010).  
 
6. Conclusion 
 
While most previous literatures in well-being originated from the western backgrounds with industrial context, this 
paper is one of the few studies that have investigated the interaction among protean career orientation and career goal 
development on psychological well-being among professional engineers in Malaysia. Theoretically, the contribution 
comes from the dependent variable, namely psychological well-being. Despite the huge turn of research focus among 
the behaviorists to well-being, studies looking from the local lens are still lacking on the well-being paradigm. 
Realizing the importance of the need to take account of psychological well-being, this study analyzed the impact of 
protean career orientation and career goal development on psychological well-being by using professional engineers 
as its respondents. Professional engineers were used as respondents because of their nature of work and the suitability 
of these three variables with the engineers. This is a quantitative study. Therefore, questionnaires were designed by 
adopting well established measurement items on the respective variables. Three hypotheses were formulated to 
achieve the research objectives and to answer the research questions. PLS was used as the tool for data analysis. 
However, later it can be concluded that this study recorded a mixed finding. All hypotheses were accepted. In 
summary, professional engineers in Malaysia indicated that career goal development did not mediate the relationship 
between protean career orientation and psychological well-being. The justification and rationalization have been 
elaborated in detail in the discussion section. Similar to other studies, this study also has certain limitations. First, this 
study was a cross-sectional study; the findings may be different if the study were to apply a qualitative approach. The 
result might be different, if the behavior of the professional engineers can be observed. Thus, we recommend that in 
future, researchers might want to consider conducting a longitudinal type of study instead of using the cross-sectional 
approach. Since this study used professional engineers as its sample, the parameters of research might change if 
different types of professional groups were used. Thus, future researchers might want to consider a comparative study 
among various groups of professional employees.  
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